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#1503 domain satisfactions (e.g., satisfaction with leisure time use) as well as specific aspects of one's job satisfaction (such as satisfaction with work itself or job security). It also relates these types of work to mental health more general, namely to feelings of playing a useful role or enjoying one's day-to-day activities, all of which are positively influenced by working in non-profit organizations. The paper explores the potential heterogeneity in the relationship between type of firm one works in and satisfaction by disaggregating the analysis by gender and taking into account heterogeneity depending on a person's initial subjective well-being level. Opposed to many determinants of life satisfaction (e.g., unemployment, health, the social domain, see Binder and Coad, 2011, 2015; Binder, 2015; Graham and Nikolova, 2015) , the positive impact of non-profit work is much more uniform along the subjective well-being distribution, meaning that working for a good cause is beneficial to one's well-being no matter how happy or unhappy one already is. Finally, shadow prices are computed to allow us to "put a price tag" on the effect of working in non-profit organizations on satisfaction (Powdthavee, 2008; Clark and Oswald, 2002) .
The paper is structured as follows: Section 2 provides background on extant research and develops research hypotheses. Section 3 introduces the data set and provides a descriptive overview over the development of non-profit workers and their wages and satisfaction in the data set. Results of the main model as well as a number of alternative models are presented in Section 4. To put the results into context, shadow prices are computed depending on a number of different income measures in Section 5. Section 6 concludes.
Background
The third sector has grown in the recent past in many countries, contributing significantly to these countries' economies (for the UK, see e.g., Hopkins, 2010) . This growth comes in part from governments' inability to provide a range of social services that society deems valuable but it is also due to individuals' demand for meaningful work that can address social change (Hansmann, 1980; Mirvis and Hackett, 1983) . It it thus not surprising that there is a large literature on the third sector and its development (see, e.g., Hansmann, 1980; Rose-Ackerman, 1996, for useful introductions) . While early contributions focussed on the functional explanations for the existence of (voluntary) work in non-profit organizations, the #1503 literature then turned to examining the motivations of non-profit workers (e.g. Mirvis and Hackett, 1983; Frank, 1996; Glaeser and Shleifer, 2001; Tidwell, 2005; Hayden and Madsen, 2008) . As large parts of the third sector work force are volunteer workers, this literature overlaps with the literature on volunteering and altruism more generally (compare Wilson, 2000 Wilson, , 2012 . 3 A different strain of literature on non-profit work deals with the outcome assessment of such firms and enterprises. The present paper broadly falls into this category when asking about the outcomes of non-profit work, not for society, but rather on the individual level, in terms of the well-being outcomes of workers in such organizations. A straightforward measurement of these outcomes from an economic point of view are the wages being paid to non-profit workers and managers (at least to those who do not exclusively donate their time).
This has been analyzed very broadly under the organizing question of whether there exist compensating wage differentials between non-profit workers and those in for profit companies (e.g., Preston, 1989; Frank, 1996; Rutherford, 2009) .
A rather simple way to model a worker's utility function assumes that a worker derives disutility from work (which is considered a nuisance as opposed to leisure). A wage is therefore being paid to compensate for this disutility. Apart from this wage, non-pecuniary factors of the job also contribute to utility, so that u = u(w, h, z i ),
where utility positively depends on wage (u w > 0), negatively on hours worked (u h < 0) as well as differently on a range of other factors (z i ). If non-profit firms can satisfy individuals' volunteer motivations (z altruism > 0) or provide them with meaning that a normal job in a for profit company is not able to do, then according to this simple model, wage in nonprofit organizations should be lower in order to compensate for the non-pecuniary benefits of working in the third sector (Andreoni, 1990; Besley and Ghatak, 2005) . The literature testing this hypothesis with respect to wage differentials is large and evidence for or against this hypothesis is mixed (Benz, 2005; Rutherford, 2009 ). As Benz (2005) rightly argues, there are a number of countervailing drivers for these wage differentials to be expected: the positive non-#1503 pecuniary value that non-profit workers derive might depend on a number of psychological factors such as mission alignment with personal values, it might be gender-specific and driven by self-selection (only altruistic individuals might experience this satisfaction, see Borzaga and Tortia, 2006) . And since non-profits do not face the same market pressures and evaluation of for profit firms, there might actually occur rent-seeking of managers or shirking by the work force that would lead to the payment of higher wages than in the for-profit sector (see also Preston, 1989 , on this issue). 4
Subjective well-being research offers a more direct approach of testing whether there are non-pecuniary benefits of working in non-profit organizations. It can do so by measuring life and work satisfaction directly and the controlling for a range of covariates that also impact on these life and work evaluations. Research has shown that subjective measurements of satisfaction with work or life are valid and reliable (Krueger and Schkade, 2008; Helliwell and Wang, 2012) . Measures of job satisfaction have a long tradition in economics (Freeman, 1978; Spector, 1985; Clark, 1996) and these are influenced by a range of personal, job and organizational characteristics (Donegani et al., 2012) : Among personal characteristics are age , gender (Clark, 1997) , education (Clark, 1996) but also marital status (Benz, 2005) or one's expectations about the job (Poggi, 2010) . Job characteristics aside from wage and working hours include comparison income , fulltime vs. part-time or atypical employment (Bardasi and Francesconi, 2004) . Organizational characteristics include firm size (Idson, 1990) and working conditions offered by the firm (controlling for working conditions, firm size no longer negatively influences job satisfaction Garcia-Serrano, 2011), the sector a firm is in and so on. Holding these factors constant, the literature here finds a consistent and positive effect of third sector work on job satisfaction (Benz, 2005; Donegani et al., 2012) . 5
So far, these results have not been extended to life satisfaction proper (of which job satisfaction can be considered but one constituent part). When doing so, a number of additional covariates need to be taken into account (Dolan et al., 2008) . Life satisfaction has been shown to be reliably influenced by social relations (Becchetti et al., 2008) , health (Easterlin, 2003) , marital status (Lucas, 2005; Stutzer and Frey, 2006) , unemployment (Clark and Oswald, 1994; Lucas et al., 2004) , to some extent income (Easterlin, 1974; Stevenson and Wolfers, #1503 2008; Ahuvia, 2008) , as well as other demographic factors, which will need to be controlled for (see more extensively Dolan et al., 2008; Helliwell and Wang, 2012) . Important for the purpose at hand are findings that not only employment per se plays a positive role for life satisfaction but also the type of work (Wulfgramm, 2011; Binder and Coad, 2013) , hours worked and working conditions (Meier and Stutzer, 2008; Bardasi and Francesconi, 2004) .
While these effects all pertain to the average individual, recent studies have shown that there is considerable heterogeneity with respect to these effects: for example with regard to unemployment, the typical robust negative effect only pertains to a subset of those who get unemployed (Gielen and van Ours, 2014) 6 and unhappy individuals suffer more from the effect than those who are higher in the subjective well-being distribution (Binder and Coad, 2015) .
A similar effect was found for volunteering, where the beneficial effect on life satisfaction was more pronounced for unhappy individuals (Binder, 2015) . It is thus necessary to see to what extent an effect of non-profit work on life satisfaction would generalize when going beyond the average case.
Based on these stylized facts, the following research hypotheses can be put forward:
1. Working in a non-profit organization will positively influence job satisfaction. It can be conjectured that this influence will be due to higher satisfaction with the work itself, fulfilling individuals' need for meaningful work, not so much due to wages or working conditions.
2. Working in a non-profit organization will positively influence life satisfaction.
3. The positive effect of working in a non-profit organization on subjective well-being will be more pronounced for those who are placed lower in the subjective well-being distribution, with happy people profiting less from third sector work.
Apart from these hypotheses, I will further explore the relationship between third sector work and subjective well-being by examining its impact on life and work domain satisfaction as well as some more specific measures of well-being. I also use a number of sub-scales from the GHQ-12 measure of "mental well-being" that more broadly captures an individual's mental health (e.g., Goldberg et al., 1997) , namely the individual's assessment of overall "happiness", the extent they "enjoy day-to-day activities",
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Figure 1: Employing organization for individual's current job "believe in self-worth" as well as whether individuals feel that they "play a useful role". The latter are measured on four-point scales (ranging from "much worse", "worse", "same" and "better than most days"). I recode them into binary "caseness" indicators as is often done in the literature (with same and better coded as positive outcome). By having these measures as binary dependent variables, I can use a conditional fixed-effects logit regression approach and exploit the panel structure of the data set.
The main independent variable is the type of employing organization a person works in (meaning this data exists mostly only for individuals that are employed, on which the following analysis will focus). Most individuals are employed by private firms. The BHPS contains information on 76, 423 cases, with 67.86% in private companies, 3.51% in non-profit organizations and the rest in civil service, NHS, higher education, nationalized industries, the armed forces, or other, unspecified, employment types (see Figure 1 ). The percentage of observations for individuals in non-profits organizations stays largely stable over the sample horizon (see Figure 2 ). Limiting treatment group to non-profit and control group to private firms reduces the sample to 54, 543 observations with 95.08% in private firms and 4.92% Control variables are largely selected with reference to existing research as well as theory discussed above. In line with Donegani et al. (2012) , they can be distinguished into three broad groups, namely personal and sociodemographic factors (e.g., gender, education, marital status), job related influences (e.g., wage or hours worked) as well as organizational determinants of well-being (e.g., firm size). As to the first category, I use information on gender (54% of the sample are female), age (respondent's mean age is 45 years with a standard deviation of 18 years), information on whether respondents live in the London area, information on individuals' marital status (with being married being reference category and other categories never married, separated, divorced and widowed), on number of children (coded as categorical variables for no children, 1, 2, and 3+ children), on educational status (coded as CASMIN educational classification dummies from "no education" to "high tertiary"), as well as information on social life (talking to neighbors and meeting friends; both measured on 5 point Likert scales, from "never" to "on most days"). Finally, I include some objective #1503 health indicators into this category, viz. the (log) number of days spent in hospital, dummies for the number of accidents and information whether the individual is registered as disabled.
Job related categories are work location (with categorical responses, the most important of which are "working at home" or at the "employer premises"), hours usually worked per
week (mean 33.34 hours with s.d. 11.19 hours), the usual monthly gross pay (in GBP), derived from this the usual hourly wage (for robustness analyses), whether the respondent has managerial duties in their present job (coded as baseline is "no managerial duties", and the two other categories are either "manager" or "foreman/supervisor"). Finally, information on whether the respondent works full-time (30+ hours per week) or part-time (less than 30 hours) also falls into this category. For the computation of shadow prices later on, I also use information on respondents' overall net household income (equivalized and deflated to 2008 prices, from Levy and Jenkins, 2008) .
In line with the literature, the third category of organizational characteristics includes the size of the company (divided into a number of categories with reference category being companies with up to 25 employees). In further analyses, it would be interesting to add other organizational variables relating to occupational prestige, sector and so on. Table 13 in the Appendix depicts bivariate correlations between the main variables of interest, showing no signs of multicollinearity.
Descriptive analysis
As discussed above, most working individuals in our sample work in private firms (67.86%), with only 3.51% of the observations referring to being employed in "non-profit organizations"
(this translates into 12, 786 distinct individuals in private firms and 966 distinct individuals in non-profit organizations).
These percentages are significantly different for both genders (χ 2 (1) = 697.78, p < 0.001), with more females being in nonprofit organizations than males (7.55% vs. 2.64%, see Table 2 ). This is in line with the literature observing more females in non-profit jobs than males (Benz, 2005) .
It is also instructive to examine potential differences in monthly wage disaggregated by type of firm, gender and full-time employee status ( Table 3 : Wage by gender, type of work and type of company salaries than females in private firms and non-profit organizations (which is in line with the literature). This is irrespective of whether they work full-time or part-time. However, the gender-wage-gap is less pronounced in non-profit organizations. While males work on average about 4 hours more per week than females in private firms (Table 4) , it is doubtful whether this can explain the wage gap (this is especially less likely in part-time positions, where the differences are small for private firms and females actually work more hours in non-profit organizations).
We can also have a look at life satisfaction and job satisfaction per firm type and gender (see Tables 5 and 6 ). It is striking that job satisfaction is higher in non-profit organizations Table 6 : Life satisfaction by gender, type of work and type of company irrespective of work type and gender. The picture for life satisfaction is similar, however, with female full-time workers' life satisfaction being lower than that of males in non-profit organizations (note that these are overall averages without controlling for other factors).
We can also see that these figures hold over time (Figures 3 and 4) , again with the exception being life satisfaction, where in the first few sample years, life satisfaction of workers in private firms is higher, a trend that reverses itself for the larger part of our sample horizon.
Disaggregating by type of company and education also confirms observations from the literature (Huang et al., 2009; Putnam, 2000, Ch. 7) , viz. that higher educated individuals are more likely to volunteer (Table 7) . Whereas no education or primary education makes it unlikely for a person to work in a non-profit organization (2.36% to 2.58%), participation increases to 3.34% for individuals with secondary education and reaches 9.22% for those with tertiary education.
Finally, Table 8 shows how stable the employment situation in private firms and non-profit organizations in our sample is. Transitions from private firms to non-profits happen rarely (0.82% or 307 out of 37,442 cases) whereas a somewhat higher percentages transitions from non-profits to private firms (14.47%, or 265 out of 1,831 cases) during the sample horizon.
This could mean that there are self-selection forces at work when it comes to working in nonprofit organizations (e.g., more altruistic individuals self-selecting into such work). Based on the descriptive analysis, one can only speculate why there is an asymmetry, and comparatively 13 #1503 
Regression analysis

Main results
Having gotten a first glimpse at the data set and worker's characteristics with regard to wage, satisfaction and employment type, the present section now present results from a multivariate regression analysis using panel data techniques to see how robust the positive effect of non-profit work on satisfaction is to the inclusion of a number of personal, job-related and organizational control variables. Table 9 presents the main findings of this analysis. In summary, I find that working for a non-profit organization leads to increased job and life satisfaction. As found in previous work (Donegani et al., 2012; Benz, 2005) , job satisfaction is robustly and significantly higher than in private firms: for our sample the coefficient is
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.30 * * * (column 4; the effect is smaller when focussing on full-time workers: .27 * * * , not shown in the table). This is comparable to both previous studies, using the same data set (with different time horizons, though). The positive effect of non-profit work is smaller for life satisfaction but still highly significant (.08 * * * ; column 1). To put its economic significance into perspective, consider that in the same model, widowhood leads to a decrease in life satisfaction of the order of −.30 * * * (similar to loosing a job Table 9 also presents both analyses computed separately for male and females. For job satisfaction, the gender disaggregation shows that the effect for males is larger than for females (.33 * * * vs. 0.29 * * * , with somewhat smaller coefficients for the subsample of full-time workers), a result similar to the one found by Benz (2005) , but this does not extend to life satisfaction, where it prima facie seems that the positive effect is also driven mostly by males (males: 0.12 * , females: 0.07 + ). However, it turns out that this effect reverses itself when looking exclusively at full-time employment. Once we restrict our analysis only to full-time employment, the positive impact is larger for females than for males (with the coefficient on life satisfaction being .13 * for females and .10 + for males; not shown in the table). The overall effect on life satisfaction for full-time workers irrespective of gender is .12 * * , showing that the positive impact on life satisfaction is more fully realized for those who commit their full-time job to working in a non-profit organization. 9
(1)
(3) 
Otherwise, I find that wage has a positive effect on life satisfaction (while monthly wage has an extremely small impact on job satisfaction (.00006 * * , model not shown), the log specification fits better (.09 * * * )), whereas hours worked contribute negatively. Being a manager (and hence having autonomy at work) influences life satisfaction positively (a bit more so for full-time workers), whereas work place and company size do not have an impact on life satisfaction (they do influence job satisfaction, though, see below). From the non-work related factors, there are the usual effects known from the literature, such as negative impacts of sickness or loss of spouse (be it through separation or widowhood).
As to job satisfaction, individuals working in non-profit organizations report significantly higher job satisfaction in general (.29 * * * ). Their log monthly wage has a somewhat smaller impact on general job satisfaction, as well as working full-time, whereas the number of hours worked decreases job satisfaction. As opposed to life satisfaction, the company size significantly negatively influences job satisfaction, at least for larger company sizes (with 200+ employees). Location of work also impacts on job satisfaction, with working at home massively increasing one's satisfaction as opposed to working at the company office (working at home part-time also has a beneficial impact).
Further analyses
Both analyses can be unpacked further. Examining the effects of working in the nonprofit sector on different domain satisfaction does not yield many further insights, with only satisfaction with the amount of leisure time being significantly positively affected by third sector work (this effect holds for full-time and part-time workers; full-time third sector workers are also more satisfied with their use of leisure time). Given that the average worker in non-profit organizations works less than their peers in private firms (see Table 4 ), such a finding is not surprising. 10
In the same way that life satisfaction is a summary judgement of different domains of one's life, job satisfaction also has different components, such as satisfaction with total pay, job security, work itself, hours worked and so on. The BHPS offers information on the aforementioned sub-domains of overall job satisfaction and these are reported in Table 9 .
Looking at the different job domain satisfactions (for full-timers) we can see that working in the third sector has positive effects on all of them, with satisfaction with work itself showing #1503 by far the highest coefficient (.38 * * * ), followed by satisfaction with hours worked (.30 * * * ), job security (.17 * * ). There is no significantly positive effect with pay satisfaction, which seems plausible considering that third sector employees tend to earn less than their private sector counterparts. In sum, apart from their pay, individuals are more satisfied with all other dimensions of their job when working in non-profit organizations. 11
Other factors also influence the different domains of job satisfaction, for example is working at home positively associated with all domains except job security. Hours worked negatively influences satisfaction with hours worked, no surprises here, but the hours worked do not affect satisfaction with the work itself. Being a manager has positive effects on satisfaction with the work itself (maybe due to higher degrees of autonomy managers possess over their work) and on job security (this might be an overoptimistic assessment considering that many managerial contracts offer less protection against being let go on short notice.
On the other hand, managers might be more confident that their skill set will lead to future jobs easily hence giving them an overall sense of having a secure job, even if not with the same employer). In addition to that, managers report less satisfaction with hours worked but we do not know whether they would prefer more or less working hours. Company size, after controlling for all the factors mentioned above, impacts negatively only on satisfaction with work itself, a robust effect for firms larger than 100 employees. Finally, one's level of education only impacts on satisfaction with type of work, a not very uniform finding across education levels (but education is not a variable that performs well in FE regressions, since most respondents in big household panel surveys are of an age where their education level does not vary much, if at all. Within-estimators have problems with lack of variation in a variable, in the limit being of no use if no variation exists at all).
The above estimates already give us a sense that the satisfaction of non-profit employees comes from the way they get to spend their work-time, not so much their pay, career prospects or job security. We can explore this hypothesis a little bit further by having a look at a number of sub-scales from the GHQ-12 measure of mental health, namely the scales on whether individuals feel they play a useful role in their lives, whether they can enjoy their daily activities, whether they believe in their self-worth and whether they would consider themselves (affectively) happy. In the following, I use conditional fixed-effects logit regressions t statistics in parentheses * p < 0.05, * * p < 0.01, * * * p < 0.001 to estimate the increase in the likelihood that individuals would report that any of the above pertains to them as compared to their peers in private firms. For this I use the same set of control variables as in the main models (full regression output available on request) and find that with the exception of their belief in their self-worth, non-profit workers are much more likely to fall into the positive categories of the dependent variables: working in the third sector increases the likelihood of being happy (by 47%; Odds Ratio (OR) = 1.47 * * * ), feeling one plays a useful role (by 36%, OR = 1.36 * ) and enjoying one's daily activities (by 30%, #1503 OR = 1.30 * ). 12
This lends independent support to the robustness of the positive effect that meaningful non-profit work has on an individual (see also Light, 2003 , who finds similar positive selfevaluations of individuals in the human services workforce). Based on these findings, we can also reestimate the initial life and work satisfaction fixed effects OLS models including the GHQ-12 measures of self-worth, playing a useful role and enjoying one's day-to-day activities as additional control variables. All three of them are highly statistically significant and positively impacting on job and life satisfaction and they reduce the positive coefficient for working in the non-profit sector: the coefficient for life satisfaction is now 0.04, n.s., which suggests that the above factors fully account for the positive impact on life satisfaction. For job satisfaction, the coefficient in the extended model is .26 * * * , which means that the above variables cannot explain much of the positive impact on work satisfaction (there might be other workplace factors unaccounted for that are present in the non-profit sector, something which should be explored in further research).
A final check on the robustness of our main findings is provided by assessing how the positive effect of working in non-profit organizations varies beyond the average case. Quantile regressions offer a convenient way of looking at the impact of different determinants of subjective well-being depending on where an individual stands in the subjective well-being distribution (for more details on this methodology see Binder and Coad, 2011, 2015; Binder, 2015; Graham and Nikolova, 2015) . This means they answer the question whether working in the non-profit sector has a different impact on happy or unhappy individuals. Table 11 provides these estimates for the deciles of the life and job satisfaction distributions. Models are estimated using the fixed-effects quantile regression methodology pioneered by Canay (2011), removing a fixed effect and then applying the Koenker-Basset quantile regression estimator (Koenker and Bassett, 1978) to the transformed variables (fixed effects are here treated as pure location shifters, meaning that the fixed effects itself are uniform along the distribution; t statistics in parentheses * p < 0.05, * * p < 0.01, * * * p < 0.001 what to around .29 * * * for the happier deciles that follow. With life satisfaction, the effect is even more uniform, ranging from 0.11 * * * at the 10% decile to 0.10 * * * at the 90% decile. Especially for life satisfaction, average regressions arguably deliver a rather good summary for the full distribution (for job satisfaction they do so with the exception of the very lowest two deciles). This finding is of great interest when considering that other work usually finds much stronger decreases of positive effects over the quantiles, where for example positive effects of income vanish at the highest quantiles (as is the case in this analysis as well). In substantive terms this means that while many effects in the literature have shown to apply with much stronger force to unhappy individuals and much less so to the happier individuals, working in the non-profit sector has a positive impact on subjective well-being (life satisfaction) irrespective of how happy individuals are. When it comes to public policy, it can be conjectured that working in the third sector may turn out to be a robust way of positively influencing individuals' subjective well-being, more so than other well-being conducive activities might be.
Assessing the economic significance of the estimates
While I have offered some intuitive sense about the economic significance of the effect that non-profit sector work has on job and life satisfaction above, life satisfaction regressions #1503 also allow to estimate shadow prices for things one otherwise has difficulties putting a "price tag" on. Assuming that all relevant influences on subjective well-being are controlled for, our subjective well-being regressions above allow to infer the amount of compensatory money an individual would need to receive, for not being subject to a treatment of interest (Clark and Oswald, 2002; Powdthavee, 2008) . In this case, we essentially would compare two individuals who are identical in all relevant aspects with the sole difference being that one individual works in a non-profit organization while the other individual works in a private firm. We know that ceteris paribus the first individual will then be happier than the one in the private firm. The shadow price of working in a non-profit firm would then be equal to the amount of money we would need to give to the second individual to make it equally happy as our non-profit worker. Formally, when we have the following subjective well-being regression (as we have above: with SWB being life satisfaction of individual i at time t, b it the dummy variable for working in a non-profit organization, y it income, and it the error term that consists of unobservable person-specific fixed effect and random error term):
shadow prices are computed quite easily for our dummy variables by dividing the regression coefficient of being in a non-profit organization (β N P O ) by the regression coefficient of income (γ). Doing so obviously requires a number of assumptions, mainly about which measure of income/wage to use (and of course restricts the sample to the employed parts of the populace).
Therefore, Table 12 shows shadow prices for a range of different income measures. The first set of results is based on equivalized net household income, i.e taking into account transfer payments and taxes as well as correcting for household composition (in order to have a realistic measure of household income). Using such equivalized net household income leads to a shadow price for working in a non-profit organization of around 83.000 GBP. Mean average income is ca. 29.000 GBP and shadow prices for being widowed are around -312.000
GBP. The latter figure is comparable to estimates derived in Powdthavee (2008) . 13 It is a salient finding in subjective well-being research that incomes show a better fit when taking logarithms (e.g. Easterlin, 2001; Layard et al., 2008; Kahneman and Deaton, 2010) , which #1503 means there is a relationship between proportionate increases in income and subjective wellbeing. Said in different terms, this means higher incomes are much less strongly contributing to well-being than lower incomes (leading to the curvilinear relationship). In order to account for possible distortions from either extremely high or extremely low incomes, I have computed shadow prices trimming the sample of its bottom and top 5% of observations (set of results no. 2). The data set contains a small number of individuals with extremely high incomes.
In order not to skew the analysis, the following models are all computed for individuals with monthly wages less than 5, 000 GBP. Overall the latter set of results is comparable to the equivalized income measures. When disaggregating by gender, we can see that the shadow price is higher for females than males, resulting from a larger importance of third sector work for females when measured in terms of life satisfaction.
Please note that it is not the aim of this section to make a case for one specific shadow price being more appropriate than others but rather to show that even with very conservative assumptions, this shadow price lies in a region comparable to the total annual income of the average worker in our sample. With the plausible assumptions reflected in using the net equivalent income (i.e. after housing and taxes, corrected for inflation and for household composition, using the McClements equivalence scales), the amount of money our private firm worker would need to reach the same level of life satisfaction is around 22.000 GBP p.a.
(while net equivalent income is on average around 27.000 GBP p.a.).
It is important to realize that these measures should rather be taken as orders of magnitude, not so much precise estimates, not only because they vary so much depending on Table 12 : Shadow prices for working in a non-profit organization.
how one defines "income" (or whether one excludes the highest incomes or not). This is especially true if one takes into account that most determinants of subjective well-being vary in strength over time, a process that has been called "hedonic adaptation" (i.e., the getting used to a constant or repeated stimulus, see Frederick and Loewenstein, 1999) . To refine shadow price estimates, one would actually also need to take into account these hedonic #1503 adaptation patterns over time (if one adapts more easily to money than to one's type of work, the computed values would be biased downwards, in the reverse case, they would be biased upwards). Despite these reservations, however, it seems fair to say that irrespective of the money measure used, these shadow prices elucidate the weak influence that money has on individual well-being as opposed to other substantive life events, such as whether one works for a good cause or not.
Conclusion
Volunteering for a good cause has been shown to be beneficial for one's health and wellbeing (Post, 2005; Meier and Stutzer, 2008; Binder and Freytag, 2013) . This beneficial impact also extends to those who work for pay in the non-profit sector, as this paper has shown. Building on previous work that showed that third-sector workers enjoy higher job satisfaction (Mirvis and Hackett, 1983; Benz, 2005; Donegani et al., 2012) despite sometimes even lower pay than their peers in the private sector, this paper has explored the impact of non-profit work on life satisfaction and found a significant positive impact (the size about more than a fourth of that of getting widowed). It could be shown that this effect is quite similar across the subjective well-being distribution and exists also for those who are already happy. Shadow prices peg this effect at around 22.000 GBP p.a., nearly the average amount of equivalent income in the sample analyzed (which was roughly 27.000 GBP p.a.). This effect can be explained by third sector workers enjoying their day-to-day activities more, being more happy (affectively) and feeling that they are playing a useful role in their lives.
Adding also to our understanding of job satisfaction, the present paper has shown that for Great Britain's third sector, workers in non-profit organizations are much more satisfied than their peers in private firms with the work itself that they are doing, with their hours worked and with their job security. They are not significantly more satisfied with their pay or promotion prospects but given that they earn less on average it is interesting to note that they are not less satisfied with their pay. These results have been obtained controlling for a large number of covariates, ranging from personal to job and organizational characteristics and exploiting the panel data structure of the BHPS data set.
Nevertheless, it is important to note that even with panel data, some doubts remain as to #1503 causal identification: it could be that there is some systematic self-selection of more altruistic individuals into third-sector work or that happier individuals are more likely to choose to work in the third sector (reverse causality). At least for volunteering in general, there is some indication that causality runs in both directions (Thoits and Hewitt, 2001 ) and this should be considered as a possibility here as well. While the above-mentioned findings are of great relevance for public policy, suggesting itself as something that can sustainably foster social change while at the same time robustly increasing the happiness of the third sector workforce, the question of self-selection needs to be further explored before one can generalize that everybody would be happier when working in the third sector. Further research should also pay attention to sectoral differences as it can be conjectured that not all non-profit organizations are alike. For instance, private caregiving is impacting negatively on caregivers and it could be that the strains of caregiving impact on the caregiver differently (e.g. burnout, stress) even if it is not family members one cares for. Nevertheless, the fact that people who do good also "do it with [more] joy" than others seems a heartening finding with relevance for organizing the workforce of the future. 
